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ABSTRACT 
The study main purpose was to determine the effect of strategic human resource 
management practice adopted by non-governmental organizations. The specific 
objectives were to determine the effect of remuneration, recruitment and selection 
strategies, training and development and information technology on adoption of 
strategic human resource management practice. The expected beneficiaries of the 
study are management of Save the Children International, Non-Governmental 
organizations and other researchers. Organization learning theory and resource-based 
view theory was used to identify their application to the study. The study employed 
descriptive research design. The target population was 154 employees from which 
stratified random sampling was used to select 77 employees.  The study employed 
qualitative and quantitative techniques to analyze data. The study indicated that 
remuneration, recruitment and selection strategies, training and development and 
information technology affect organization performance in non-governmental 
organizations. This was affirmed by 67.8% who stated that remuneration affect 
organization performance, 76.3% stated that recruitment & selection affect 
organization performance, 64.4% stated that training and development affect 
organization performance while 66.1% stated that information technology affect 
organization performance in non- governmental organization. The study made the 
following recommendations which should be adopted in the organization. The 
organization should implement proper recruitment strategies, remuneration should be 
based on performance of employees, the employees should be trained on a regular 
basis and the organization should adopt modern technology which would facilitate 
proper organization performance. 
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CHAPTER ONE 
INTRODUCTION 
1.0 Introduction 
This chapter discussed the background to the study, statement of the problem, the 
objectives that the study will meet, research questions, justification of the study, scope 
of the study and summary of the chapter. 
1.1Background 
Strategic Human Resource Management is a human resource management principle 
that ensures that employees in an organization are with an aim of achieving the 
organizational goals and objectives in the long run. The concept of Strategic Human 
Resource Management (SHRM) evolved in the 1990s with an increased emphasis on 
a proactive, integrative and value-driven approach to human resource management 
(Schuller, 1992). The author further advocates that strategic human resource 
management is comprised of several divisions that define the practice of human 
resource management, strategic organizational goals, integration of human resource 
management functionalities with top managerial groups, stressing the need for HR 
practices to supervisory level managers, strategic approach towards employee 
selection and recruitment, formulation of performance appraisal and compensation 
plans that add value to the body of overall human resource management.  
The era of strategic human resource management was introduced two decades ago and 
since its introduction, studying employee behavior is now a major factor that has to be 
considered in the field of research. On the contrary, numerous studies gained much 
attention to focus their studies in human resource management practice thus making it 
a popular field in the early nineties.  From this perspective, Ferris, Russ, Albanese, & 
Martocchio (1990) made one of the first major attempts to examine how effective 
management of human resources might contribute to positive organizational 
performance. They comprised a study made up of 2236 firms operating in the US 
construction industry with an aim of addressing key organizational roles and functions 
practiced to improve performance of manufacturing firms, strategic approach used to 
plan activities and the role of Human Resource Management at all these issues. Their 
results showcased that human resource management department was among the best 
high performance. It also revealed that unionized workforce performed better than 
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firms with lower unionized workforce teams. They also concluded that construction 
firms performed better when initiating strategic plan that are formalized.   
In a comparative study of strategic HRM practices among American-owned, Taiwan-
owned and Japanese-owned firms, Huang (1998) examines the strategic level of HRM 
at 315 Taiwanese business firms. Applying the theoretical concept of GLM model and 
Scheffe multi-range test as major statistical analysis concept, the study found out that 
businesses owned by Americans practiced strategic human resource management 
more frequently compared to businesses owned by Japanese and Taiwanese. 
Moreover, there was a considerably significant relationship between capital resources 
available to firms and the way they practiced strategic human resource management. 
Businesses that recorded the highest practiced strategic human resource management 
than firm that focused mainly on moral, financial performance and overall 
organizational performance.          
Also, based on the questionnaire responses by heads of human resource departments 
in 191 companies in Singapore, David, Chin and Victor (2002) examined the 
relationship between Strategic Human Resource Management and organizational 
financial and human resource performance in Singapore. Incorporating descriptive 
and regression analysis techniques, the findings revealed that without inclusion of 
team and performance-based performances, it was noted that components of strategic 
human resource management showed a positive relationship to financial performance 
of an organization. Thus, the study concluded that variables that define strategic 
human resource management have a positive relationship with the functions of human 
resource performance levels. 
Singh (2004) investigated the relationship between six HRM practices and firm level 
performance in India. To narrow down the selected sample, 359 firms were selected 
from firms listed reports and databases of Centre for Monitoring Indian Economy 
(CMIE). To specifically draw exact sample for study, 82 respondents managed to 
participate and forward their questionnaires. The focal point of analysis was based on 
regression and correlation data analysis techniques. After running a series of tests, the 
results showcased a positive and significant relationship between study variables the 
performance of organization which were highly based on market performance.    
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In the African context, Green, Wu, Whitten, and Medlin (2006) reported that the 
human resource function solely depends on the alignment initiated which can either 
be horizontal or vertical. From this perspective, the authors argued that Human 
Resource function that is integrated satisfied the long-term needs of the organization 
and employees as well. Tessember and Soeters (2006) examined how, when and to 
what extent strategic HR practices affect performance in Eritrea, Africa‟s youngest 
and poorest country. The study availed that in Eritrea, strategic human resource 
management enhanced employee performance among the civil servants. However, 
they suggested that political and economic environment surrounding strategic human 
resource practice re not conducive. The main themes of the study were to highlight 
performance of human resource management specifically in developing countries.  
Using a stratified random sampling by industry, Kai, Brian, and Cherrie (2007) 
surveyed 231 firms listed on the Australian Stock Exchange (ASE). Employing 
correlation and descriptive statistics analysis, strategic human resource management 
practices in the firms was low and on the other hand, it was availed that incorporating 
strategic human resource management practice with business objectives strengthened 
the relationship that exists among financial performance of various firms in the 
industry.    
In order to find out the impact of innovating strategic human resource management 
practices, Som (2008) studied and sampled 69 Indian firms using regression analysis 
and descriptive statistics. The results revealed that companies that incorporated 
strategic ways of recruiting and compensating had a positive significant association 
with organizational performance. The author further observed that economic 
liberalization is a key aspect that not only changes dynamism of Indian firms but also 
determines implementation of human resource practices and compensation plans. 
However, the study did not find the synergy that enhanced strategic human resource 
management practices and organizational performance.     
Okpara and Pamela (2008) examined the extent to which organizations in Nigeria use 
various HRM practice and the perceived challenges and prospects of these practices. 
The authors targeted 253 managers from 12 selected companies located in 10 
Nigerian cities. The study outcome revealed that human resource management 
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practices did not fully address key issues such as tribalism and rampant corruption in 
Nigerian cities.  
Locally, Dimba and K‟Óbonyo (2009) investigated the nature of the effect of SHRM 
practices on organizational performance. The main objective was to find out whether 
the practice of human resource management practices directly related to organization 
performance, employee performance and employee motivation. The study targeted 50 
multinational companies operating in Kenya. To narrow the scope sampled, the study 
only targeted two supervisory managers and three employees from the 50 selected 
multinationals using descriptive survey. The study also incorporated methodologies 
developed by Hofstede and Huslid. The study used regression analysis from which the 
findings revealed that all the variables related to strategic human resource 
management, with exception of recruitment and selection, showed a positive 
significant correlational relationship with organizational performance. The findings 
also showed that motivating employees through strategic human resource 
management practices does not depend on employees‟ cultural affiliations.             
From the preview, it is evident that successful International Non-governmental 
organizations (INGOs) are the once that appreciate and develop human capacity 
basing their emphasis on employee satisfaction, employee commitment and 
motivational strategies with an aim of attaining prescribed organizational goals. 
Consequently, international organizations that adapt to environmental disruption or 
managerial challenges due to globalization have an upper hand towards effective 
implementation of human resource strategies across the board.  Moreover, above 
studies as highlighted by the authors focused highly on organization performance of 
manufacturing companies and financial institutions. Thus, a study was necessary to 
determine the impact of strategic human resource management by reviewing their 
performance based on organization size, recruitment and selection strategy, 
globalization and use of information technology. 
1.1.2 Profile of Save the Children International-Kenya 
Save the Children International is one of the leading and independent not for profit 
organization around the world with a key mandate of saving children‟s‟ lives. Since 
its development, the organization‟s main focus was to address children‟s needs in 
more than 120 countries around the globe by partnering with 30-member 
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organizations addressing the same crisis. Also, incorporation of potential stakeholders 
into the organizations agenda built its significance among partnering members at large 
scale which has impacted millions of children especially in developing countries.  
Last year, the organizations programs have benefited more than 70 million children 
globally.    
The company has been in operation in Kenya since 1950s, supporting and advancing 
childhood development and relief programmes which is highly sustained by both local 
and foreign partners. In Nairobi County, the company has employed more 250 staff 
working in various offices spread across sub counties. In 2015, the company reached 
more than 650,000 Kenyans directly through their programmes. Save the Children 
now has an operational presence in Bungoma, Dada Refugee Camp, Garissa, 
Mandera, Turkana and Weir and they work through partners in many other parts of 
the country. 
The organizations approach to child protection is mainly focused on implementing 
new formal systems and strengthening existing informal systems to protect them from 
violence, child abuse, child neglect and child exploitation. It has also supported 
anonymous avenues for reporting violations against children accompanied with rescue 
services by government children officers. Today, the organization has reached out to 
500 adults to teach and strengthen their parenting programmes with an aim of 
improving their economic activities and providing child protection and care. Through 
long term partnership with the Ministry of Education, the organization is backing a 
proposal to develop guidelines in schools such burning of corporal punishment as 
form of punishment.   
1.2 Statement of the Problem 
International Non-Governmental Organizations have noticed the benefits of managing 
and developing human resource to sustain competitiveness and relevance on services 
they provide. However, though some international organization have embraced it, 
effective strategic human resource management practice is still low based on 
managerial priorities.  
International Non-Governmental Organizations (INGOs) around the world are facing 
unprecedented staffing challenges. At the time when INGOs need to be most adept at 
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luring talent, their ability to do so has been so constrained and complicated by 
economic, social, and organizational pressures. Moreover, the ability of such 
organizations to provide services effectively and efficiently depend upon a competent 
team of employees (Hatch, 2006). 
The lack of attention on the management and practice of human resource is another 
factor affecting performance of International NGOs in developing countries. This is in 
relation to Ulah & Yasmin (2013) who found out that in the age of competitiveness 
organizations cannot afford to bear the loss of potential human resource. Thus, 
Organizational development highly depends on effective implementation of human 
resource management practices based on available human resources. On the contrary, 
there is a gap as to how strategic human resource management practices in many 
international NGOs based locally yet it is a fundamental aspect that can transform an 
organization to be productive and motivate workforce capable of improving 
organization services.  
1.3 Objectives 
To determine the effect of strategic human resource management on organization 
performance of International Non-Governmental Organization. 
1.3.1 Specific Objectives 
i. To determine the effect of remuneration on organization performance of 
International Non-Governmental Organizations.  
ii. To find out the effect of recruitment and selection strategies on organization 
performance of International Non-Governmental Organizations. 
iii. To establish the effect of Training and development on organization 
performance of International Non-Governmental Organizations. 
iv. To assess the effect of Information Technology on organization performance 
of International Non-Governmental Organizations. 
1.4 Research Questions 
i. To what extent does remuneration affect organization performance of 
International Non-Governmental Organizations? 
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ii. How does recruitment and selection strategies affect organization performance 
of International Non-Governmental Organizations? 
iii. In what ways does training and development affect organization performance 
of International Non-Governmental Organizations? 
iv. To what extent does information technology affect organization performance 
of International Non-Governmental Organizations? 
1.5 Significance of the Study 
The human resource managers of INGOs will use the findings of this study to develop 
the Strategic Human Resource Management best practices for their organizations. It 
will also enable the international NGOs to improve their performance and efficiency 
in service deliver to it stake holders. 
The study will help corporate managers to understand the impact of Strategic Human 
Resource Management practices on the performance of the organization.  This 
research aims at shading lighter the academic field and forms the basis for further 
research on the subject. 
The research will also as an eye opener for those willing to provide funds to Non-
governmental organizations. This will help them to be more careful when making 
their decision on whether to finance development programs for their staff or not. 
1.6 Scope of the Study 
The study was confined at Save the Children International located along Matundu 
Close, Off School Lane, Westlands.  The study targeted 154 employees from the 
human resource department. The study took a period of three months from May 2018 
to July 2018. 
1.7 Chapter Summary 
This chapter comprised of background of the study, statement of the problem, 
research objectives, research questions, significance of the study and the scope of the 
study. This chapter also explained the practice of Strategic Human Resource 
Management and how international NGOs across the globe embrace it. Additionally, 
the chapter also explained challenges International NGOs in Kenya face in terms of 
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organization size, recruitment and selection strategy, globalization and information 
technology.  
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
9 
 
CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
This chapter explored relevant literature related to the study objectives. It is 
comprised of a summary of the literature, theoretical review and framework, 
empirical review, conceptual framework and summary of the research gaps.  
2.1 Theoretical Literature Review 
2.1.1 Organization Learning Theory 
Organizational learning theory was introduced by Cyert and March in 1960s, and has 
since been adopted my many authors since then. Relating the theory to business 
management, organization learning theory has been incorporated into other disciplines 
with an aim of providing a comprehensive framework that explains institution of new 
concepts (Hatch, 2006). It is paramount to grasp key concepts presented that can 
shape the organizational behavior, design, and structures. Understanding organization 
theory highly relies on vast fields and disciplines that showcase its application to any 
organization.  
According to Akhavan & Jafari (2006), understanding organization learning theory 
from a management perspective is a fundamental aspect of addressing behavioral 
patterns that affect design and structures of most organizations. This clearly shows 
that organization theory promotes the inter-organizational level of most organizations. 
Applicable to the study, organization learning theory will provide an avenue for 
NGOs to study behavioral patterns with regards to strategic decision making. Since 
the adoption of strategic human resource management relies on institutional policies, 
application of organization theory will be fundamental towards understanding how 
multinational NGOs employ these concepts to strategize human resources among its 
vast branches.           
2.1.2 Resource Based View Theory 
This theory was developed by Wernerfelt in 1984 when conducting a seminar work 
on the notion of strategic factor markets in organizations. Wernerfelt argued that “to 
change a short-term competitive advantage into a sustained competitive advantage, a 
firm's resources have to be heterogeneous in nature and restricted in terms of 
mobility.” Today, the resource-based view theory presents an avenue whereby 
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organization must understand that organizational resources are not only scarce but 
also valuable (Melville, Kraemer and Gurbaxani, 2004a). The main aim of 
incorporating resource-based view theory is to measure not only the effectiveness of 
an organization but also its efficiency levels when formulating strategic decisions. 
The authors further stipulated that resource-based view theory displays competencies 
within an organization and measures in place to foster strategic decision making in the 
long run. While competences express what a firm can do well, core competencies 
encompass what the firm can do better than others. In view of the theories concept, 
opportunity costs in most business is highly created when resources are diverted to 
non-core organizational activities. This is particularly important in strategic human 
resource practice (Melville, Kraemer and Gurbaxani, 2004b).  
The main aim of employing resource-based theory in major organizations is to ensure 
that they are in a position to employ people with the right skills to sustain competitive 
advantage in the long run. Thus, organization must envision to deploy acceptable 
recruitment and selection criteria (Barney, 2001). Moreover, the theory depicts how 
an organizations strength and weaknesses can be easily be determined by the 
workforce team in place and the standard of work-based relationships among 
employees. To support this sentiment, Neeraj (2012) opined that organizations that 
have effective recruitment and employee retention policies have the ability to generate 
human resources capable of handling organizational outcome.    
Competency in organizations measures the performance of employees and how they 
common towards achievement of key organizational goals and outcome.  In relation 
to resource-based theory, this probably shows how organizations can divert resource 
to activities that showcase opportunity cost. Since most NGOs spend more on people 
resourcing, there is a high chance that adoption of strategic human resource practices 
in most organizations will be a challenge (Louise, Morgan, John & Martin, 2017). 
Applicable to the study, resource-based view theory was applicable to the study in 
terms of evaluating organizational resources and how they can be used to formulate 
and implement strategic human resource practices in Non-governmental organizations 
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2.2 Empirical Literature Review 
2.2.1 Remuneration and organization performance 
Awino (2015) did a study on Effects of Remuneration on Employees Performance in 
the Organization specifically targeting microfinance institutions in Kenya. The author 
wanted to find out why Pay for performance is one of the recognized practices of 
strategic management. The studies main theme was to find out how pay-for 
performance system can actually affect performance of employees in the organization. 
The findings indicated that pay-for performance can indeed influence employee‟s 
performance. However, there are instances where there are negative effects associated 
with pay for performance was not highlighted by the author. The study also availed 
that pay-for performance is in instances considered controversial owing to the large 
remuneration packages that management in particular receive as compared to junior 
employees. Moreover, effective pay for performance plans is important towards 
performance of employees and the overall organization. However, the findings the 
study did not indicate how the reward preferences differ from one individual to 
another, therefore it is important to understand individuals and what motivates them 
than the actual reward offered to them. To fill the gap, the study will address how 
reward preferences differ in most organization and determine their influence on 
overall organization performance. 
According to Stone (2009), regardless of basic pay inefficiencies, it remains a rule 
that employees should be paid at, or above market rates as negotiated by labour 
unions who are concerned with the welfare of employees. Competitiveness in the 
market ensures that higher basic pay can be used to attract and retain competent 
employees. Thus, organizations that are yet to venture into competitiveness fallout in 
terms of retaining market share. Thus, communication is mainly used as a way of 
committing employees to organization pay based on the acquired knowledge and skill.       
A study by Onyancha, Charles and Muturi (2014) on the effect of Remuneration on 
Employees Performance in the Ministry of Internal Security in Kenya was done to 
determine how incentive packages make the ministry more effective and efficient. 
The study sampled 107 employees from various divisions within the ministry. The 
results from the study showcased that the respondents noted that performance among 
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team members was significantly low due to ineffective remuneration strategies on and 
the increasing cost of living in the country.  
Even though the study was limited to the Ministry of Internal Security, the findings 
replicate current challenges facing public sector organization. The study will seek to 
examine whether the same factors experienced in public sector organizations can be 
replicated in private sector organizations such as international non-governmental 
organizations. 
Ngui, Elegwa and Gachunga (2014) established that reward and compensation affect 
performance of commercial banks in Kenya. Findings revealed that banks are 
stressing the need for rewards and compensation for their employees. Conclusion 
drawn from the findings state that banks incorporate monetary and non-monetary 
rewards to improve their performance in the long run. However, it was observed that 
the study was confined to reward and compensation strategies employed by 
Commercial Banks in Kenya. Although the findings highlighted contributory factors 
that hinder progressive performance in commercial banks, it is important to point out 
that Human Resource Management actions were not considered as part of 
remuneration strategies based on the findings. In order to have a clear preview on this, 
the study will determine whether the same avenues experienced in commercial banks 
could affect organizational performance of International Non-governmental 
organizations operating in Kenya.  
Ligare (2010) in his study concerning strategic human resource management practiced 
by public sector corporation in Kenya, established that compensation components 
need to be addressed when developing compensation policies to ensure they align 
with organizational strategy and objectives create the work culture the organization 
wants. The study further revealed that the approach used by state corporation to 
structure of mainly internal and external issued which will indefinitely influence the 
culture of the organization. This clearly shows that a compensation policy is 
developed to guide the design and complexity of organization compensation 
programs. This can be achieved by identifying organization goals and objectives, 
establishing organizational competitiveness that will not only attract but also retain 
employees. On the contrary, the study only targeted strategic human resource 
management practices in government institutions and any other sector. The study will 
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employ the same concepts in private sector to envision whether similar results will be 
experienced in International Non-Governmental Organization operating in Kenya. 
In order to understand the effect of price and non-prices concentration in commercial 
banks, Heggested and Mingo (2011)  published a report that revealed that 
compensation and benefits affect the productivity and happiness of employees, as well 
as the ability of the organization to effectively realize its objectives which was key to 
its performance. The authors further acknowledged that equity or fairness was a key 
component in creating a successful compensation system that governed employee 
remuneration programmes. However, it was availed that the study mainly focused on 
the banking sector in Namibia thus need for further studies to determine how public-
sector organization will perform under similar investigative circumstances.  
2.2.2 Recruitment and Selection and Organizational Performance 
Ofori and Aryeetey (2011) wanted to find out how effective recruitment and selection 
practices are key factors to the entry point of human resources in any organization and 
they also tend to determine the success and sustainability of SMEs. The authors main 
concern was to address whether recruitment and selection practices affected the 
performance of selected SMEs in Nigeria. Before this, they concentrated on skills and 
key competencies needed when conducting recruitment and selection processed. 
Survey questionnaires were deployed to respondents and purposive sampling 
technique was used to categorize selected respondents based on their job ranks. The 
study results availed that small and medium sized business do recruit graduates but 
they do not retain them for not more than three years down the line. Selected 
respondents asserted that technological skills were paramount when recruiting 
graduates, accompanied by interrelation skills such communication both in oral and 
written and discipline.  
Gamage (2014) studied recruitment and selection practices in manufacturing SMEs in 
Japan. The study aimed to find out why in the last two decades, manufacturing sector 
organizations are not flexible enough to align achievements to their expected goals. 
The study also addressed various ways through which recruitment and selection 
influence the percentage increase of SMEs in Japan. A structured questionnaire was 
developed and sent to 436 manufacturing SMEs from which 144 companies returned 
their questionnaires thus representing 32% response rate. The findings availed that 
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recruitment and selection strategies influenced performance of SMEs in Japan.  It was 
also evident that human resource outcomes in between recruitment and selection and 
business performance in SMEs in Japan. The author also observed that lack of 
attention from human resource managers increased the failure rate of many SMEs in 
Japan.  
Osemeke (2012) focused on how human resource management practice in Nigerian 
private sector improved their performance in the long run. The main theme was to 
analyze ho recruitment and selection processes, employee appraisals, compensation 
and training and development initiatives affected organization performance. To 
achieve this, simple random sampling of 80 respondents was used to examine their 
association with HRM practices and organization performance.  On the contrary, 
much information was not elaborated to gather more clarity on how recruitment and 
selection strategies influenced the organization‟s performance. Thus, further study 
will elaborate areas not addressed by the author in relation to non-governmental 
organizations operating in Kenya. Thus, implying the same measures to NGOs would 
provide a global framework on how human resource practices influence organization 
performance.  
Sinha & Thaly, (2013) reviewed the changing trend of recruitment practice to enhance 
the quality of hiring in global organizations. The study availed how Recruitment and 
selection process has been a major topic for researchers in over 60 years. The author 
examined rates of turnover, job security and efficiency along with along organization 
issues such as referrals and their contribution towards hiring competent employees 
globally. The study found out that recruitment experience of every company is varied 
and the right way to figure out the one that measures organization performance. 
However, there was no clarity on how the trends in recruitment and selection affected 
performance of organization. 
In order to understand how personnel recruitment affects organizational development, 
Olatunji and Ugoji (2013) conducted a study by surveying selected business in 
Nigeria. The key objective was to study and observe recruitment procedures 
employed by firms to improve organizational performance. The findings revealed that 
employee behaviors are highly influenced by recruitment criteria being used by the 
organization. Even though the findings were conclusive, it was apparent that the study 
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mainly focused on perception of employees rather than measures in place that 
influenced recruitment and selection criteria. 
In another similar study Adeyemi, Dumade and Fadare (2015), the theme was to study 
how recruitment and selection affected organization performance of Access Bank 
Branch. The study deployed questionnaires and they were distributed among 20 
respondents selected for the study. The findings from the study revealed that 
organizations use advertisements and employment agents to recruitment and select 
employees from the general public. It was also evident that organizations also use 
employee referral programs to attract and recruit the right employees. The findings 
further revealed that the method used by Access Bank Branch was very effective. 
However, the sample used in the study was very small which cannot represent the 
views of all employees working in the bank.             
In their study concerning effect of recruitment and selection of employees on the 
performance of small and middle-sized businesses in Kisumu, Jonathan, Oginda and 
Oso (2012) found out that recruitment and selection process affected the performance 
of SMEs. This was based on the fact that recruitment and selection process accounts 
for 72.4% of the performance of SMEs in Kisumu County. This implied that as 
recruitment and selection variation increased, so does the performance of small and 
middle-sized businesses.  
Opayemi, and Oyesola (2013) studied the perception of selection interview, selection 
test and employee performance by employees and how it affected their performance.  
The study outcome revealed that employees aged between 20 to 25 years agreed that 
perception on selection criterion based on tests and interviews affected their 
performance in the long run. The findings implied that recruitment and selection tests 
and interviews were good predictors of their performance when the findings are 
standardized. 
In another study, Kepha, Mukulu and Waititu (2012) sampled 256 employees working 
in government research institutions in Kenya. The study availed how recruitment and 
selection process influenced performance of employees. The study revealed that the 
correlation significant of 0.374 (p=0.000) was highly significant which showed a 
strong correlation between employee performance and recruitment and selection.     
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Ekwoaba, Ikeije and Ufoma (2015) conducted a study on whether recruitment and 
selection process affected organizational performance. The study revealed that 
organization performance has a high significant on recruitment and selection process. 
Thus, the more objective the criteria is, the better the performance of the organization 
improved in the long term.  
Stephen, Cowgill, Hoffman and Housman (2013) conducted a study to understand the 
value of hiring through referrals. The study focused on using novel and detailed 
reports and data from 9 large organizations in three main industry giants. The findings 
showcased that organizations prefer using referral programmes to recruit specific 
employees who are fit to perform a particular task. It was also revealed that referral 
recruitment strategy enhanced employee monitoring and mentoring which makes 
work environment conducive and enjoyable.                  
2.2.3 Training and development and organization performance 
Ozioma and Michael (2014) did a study on impact of training and development on 
organizational effectiveness in public sector in Nigeria. The authors focused on the 
relationship that exists between training and development and effectiveness of 
organizations. The theme was to determine how Nigeria public sector organizations 
employed training and development practices to improve organizational and 
employee performance. To achieve this, the study distributed 66 questionnaires from 
which 55 of them completed and returned while 11 of them were not returned by the 
respondents. The study employed Pearson Correlation and linear regression model to 
interpret and determine the relationship and significance of the study variables. On the 
other hand, descriptive statistics and Chi Square tests were used to test the 
hypotheses. The findings showcased that training and development strategy overall 
influenced organizational performance in the public sector organizations. The study 
further concluded that effective and continuous training by public sector organization 
relies highly on investment made by human resources of an organization on a long-
term basis.     
Olusoji and Adedayo (2017) examined the effect of manpower training and 
development on organizational goals attainment This study adopted cross sectional 
survey research design using quantitative research approach. Thereafter, convenience 
sampling technique was deployed from which collected information was analyzed and 
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presented using descriptive statistics, correlation and regression analysis techniques. 
The study outcome showcased that a strong relationship exists between manpower 
training and development and long-term organizational objectives. For its proximity, 
the analysis revealed that manpower development significantly affected quality of 
service being delivered in banks. Concluding the analysis outcome, the study availed 
that organizations rely on manpower training and development to accomplish their 
objectives and goals in the long term. Recommendations from the findings indicate 
that organizations should have a fixed budget on training and development to enhance 
consistency of training programmes.  On the contrary, the study identified skills, 
knowledge and employee capability influenced achievement of organizational goals 
which was not highlighted by the study thus need for further research to replicate the 
same measures employed by the authors to non-governmental organizations in Kenya. 
Locally, Eunice (2014) conducted a study on the effect of training and development 
on employees‟ performance at Safaricom Limited Call Centre. Out of a population of 
340 respondents from Safaricom Call Centre, the study deployed case study approach 
to collect information from the respondents specifically from the Customer Care 
division. The sampled respondents included line managers, systems and support 
analysts and executives with vast experience on customer service approaches. 
Questionnaires were the main source of data collection for the study. Secondary data 
was retrieved from the company‟s strategic plans, employee performance forms and 
call centre analytics reports. Analysis was done using both descriptive and graphical 
representation methods. The findings showcased that training and development 
increased employee motivation and performance in a positive manner that was highly 
linked to quality training. Conclusion drawn from the findings reflected that 
organization should initiative continuous training and development programmes by 
analyzing business competitiveness, market dynamics, customer satisfaction and 
performance index scores. Even though the remarks by the author were applicable, the 
author failed to mention relevant continuous training programmes that would improve 
organization performance. 
A study by Hafiza, Faisal, Ateeq and Asma (2015) focused on the analysis of the 
impact of the training and development efforts in the Small and Medium Enterprises 
of Pakistan on the intention of employees to leave the organization considering it as 
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an expense and the wastage of time and resources by the organization. The study 
waned to find out how employee intentions influenced performance of organizations. 
To achieve this, the study targeted employees on the payroll from which 5-250 
employees were selected using stratified random sampling techniques. Questionnaires 
were also deployed to gather information from the respondents.  It was apparent that 
training and development and organization performance is positively based on the fact 
that it moderated employee intentions of quitting the organization in the long run. It 
was also noted that market dynamics such as inflation, unemployment rates 
influenced the positive relationship especially in Pakistan.  
2.2.4 Information Technology and organization performance 
Anastasia & Pawan (2008) investigated the relationship between systems of HRM 
policies and organizational performance from which a sample of 178 organizations 
operating in the Greek manufacturing sector. A mediation model was tested to 
examine the link between HRM systems and organizational performance. The 
findings showcased that there is relationship between the HRM systems of 
resourcing–development and reward–relations, and organizational performance, is 
mediated through the HRM outcomes of skills and attitudes. However, the study did 
not showcase the mechanisms in place that explain significant role of human resource 
systems to organizational performance.  
A study by Muhammad and Muhammad (2009) examined the impact of Information 
Technology on organizational performance with respect to different performance 
indicators of Pakistani manufacturing and banking sectors over period of 1994-2005. 
The study concluded that information technology influence organizational 
performance on a positive scale in all organizations except from banking sector 
organizations which was higher that performance of manufacturing organizations 
Though the authors context is applicable, the study employed the same measures to 
find out whether the same outcome replicated in Non-Governmental Organization 
operating in Kenya.   
Namusonge (2016) investigated the impact of technological infrastructure on 
organizational performance of major firms. The study distinguished how 
technological infrastructure plays a significant role towards improving organization 
performance. The authors findings showcased that technological infrastructure reduce 
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administrative costs, enhanced effectiveness and efficiency of procurement processes 
which in turn improved the quality and speed of service delivery. This implied that 
technological infrastructure improved procurement function. It was further availed 
that technological infrastructure establishes a strong employee relationship with 
suppliers thus long-term bond between them stimulated trust and delivery of quality 
service. 
In the Kenyan context, Wilson, Iravo, Tirimba, and Ombui, (2015) studied the impact 
of information technology on performance of logistics companies based in Nairobi. 
The objective is to determine procurement processes to enhance organization 
performance. The findings revealed that ICT infrastructure minimizes construction 
cost by automatic procurement systems. It was also revealed that logistics companies 
improve coordination between employees operating in the supply chain network. In 
turn, errors would be limited to avoid future predicament.                                          
2.3 Summary and Research Gaps 
The concept of strategic human resource management in the Non-governmental 
organizations is a major issue that has not been addressed from various studies such as 
Muhammad and Muhammad (2009), Eunice (2014), Sinha & Thaly, (2013) and 
Heggested and Mingo (2011). The theoretical review indicates that incorporation of 
organization learning theory and effective management of organizations is based on 
the willingness of employees to learn and grasp key concepts applicable to their 
organizations. It emerged from the literature that strategic human resource 
management should encompass continuous learning programmes to facilitate overall 
performance of an organization thus enabling them to familiarize themselves with 
developments shifting organizational changes in the long run. Based on this, the study 
analyzed various aspects raised by the studies and produced a comprehensive 
outcome that would be applicable to International Non-Governmental Organizations. 
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2.4 Conceptual Framework 
Figure 2.1 Conceptual framework 
Independent Variables     Dependent variable 
 
 
 
 
 
 
 
 
 
2.5 Operationalization of Variables 
Operational framework defines research variables based on parameters that can be 
measured and quantified into descriptive or empirical form as shown in figure 2.1 
below; 
Variables Indicators Scale Measurement 
Remuneration - Employee satisfaction 
- Salary review 
-Administering employee 
benefits 
Ordinal scale Linkert scale 
questionnaires 
Recruitment and 
selection 
strategies 
- Employee competence 
- Acceptance rate 
- Recruitment timeline 
- Number of qualified 
candidates 
Ordinal scale Linkert scale 
questionnaires 
 
 
Training and 
Development 
- Career development 
programmes 
- Skills development 
programmes 
- Training frequency 
Ordinal scale Linkert scale 
questionnaires 
Information 
technology 
- Creativity and 
innovation 
- Data management 
- Cost reduction 
Ordinal scale Linkert scale 
questionnaires 
Adoption of 
strategic human 
resource 
management 
practice 
- Career development 
- Employee retention 
- Education and Training 
Ordinal scale Linkert scale 
questionnaires 
Remuneration 
Recruitment and Selection 
Training and Development 
Information Technology 
Adoption of Strategic human 
resources management 
practices 
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2.6 Chapter Summary 
This chapter showcases relevant literature that is applicable to the study. This chapter 
is also categorized into the theoretical framework, the empirical literature review, 
summary and gaps to be filled, conceptual framework and operational framework. 
The main aim of this chapter is to provide a vast understanding of the topic before 
deciding on the appropriate research methodology to applied in chapter three. 
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CHAPTER THREE 
RESEARCH METHODOLOGY 
3.0 Introduction 
In this chapter, the researcher presents the research design, target population and 
sample size, sampling design, data collection instruments, data analysis and ethical 
consideration. 
3.1 Research Design 
Research design is defined as a systematic approach used by researchers to gather and 
collect information for scientific study. The main theme of research design was to 
enable researchers to identify concrete and plausible information that result in a 
meaningful outcome. Based on this, the study deployed descriptive research design. 
This is because according to Sekaran (2010) descriptive research design avails key 
aspects that describes relevant issues based on research purpose, location and 
investigation procedures, research interference. Cresswell (2014) noted that 
descriptive survey research produced statistical information for a study phenomenal. 
The design is appropriate for the study since it enable the researcher to gather 
information concerning strategic human resource practices adopted by Non- 
governmental organizations. 
3.2 Target Population  
Sekaran (2010) defined target population as all the items or people under 
consideration in a study. The study targeted 154 employees from various departmental 
sections of the organization as shown below; 
Table 3.1 Target Population 
Category Target Population Percentage 
Top Level Management 3 3 
Middle Level Management 10 6 
Support Staff 141 91 
Total 154 100 
Source: Save the Children International (2018) 
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3.3 Sampling and Sampling Technique 
Sampling as defined by Mugenda and Mugenda (2008) is the process of selecting a 
subset of cases to draw conclusions about the entire set. Stratified random sampling 
technique was employed because it gives an equal chance of each sample to be 
represented. From 154 local employees of Save the Children International, a sample 
of 77 respondents representing 50% of the target population was used. This is because 
according to Mugenda and Mugenda (2008), a sample size that lies between 30% and 
50% is appropriate for any study being sampled. Out of 3 top-level managers, 2 of 
them were selected, from 10 middle-level managers, 5 of them were selected and 
from 141 support staffs as shown below; 
Table 3.2 Sample Size 
Category Target Population Sample Size 
(50%) 
Percentage 
Top Level Management 3 2 3 
Middle Level Management 10 5 6 
Support Staff 141 70 91 
Total 154 77 100 
3.4 Research Instruments 
The study used questionnaires to collected information from the respondents. A 
questionnaire is a set of questions or statements that assess attitudes, opinions, beliefs, 
and biographical information (Mugenda and Mugenda, 2008). The study employed 
questionnaires because they are economical and are easy to score. Use of 
questionnaires also eased the process of data gathering considering the time line 
allotted for sorting information. The questionnaires comprised of open and closed-
ended questions divided into two sections. The first section addressed respondent‟s 
personal information. Section two comprised of research questions related to the study 
variables. 
3.5 Pilot Study 
According to Cresswell (2014), a pilot study involves conducting a preliminary 
research to find out cost-effectiveness of a project, occurring events in a study and 
reliability and validity with an aim of predicting a suitable sample size for analysis. 
Based on this, the study sampled 8 randomly selected respondents to participate in the 
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pilot study. According to Connelly (2008), present literature suggests that a pilot 
study sample should be 10% of the sample projected for the larger parent study is 
appropriate. Feedback from the respondents was used to eliminate any traces of vague 
questions and biases administered by the researcher. Afterwards, the questionnaires 
were corrected before the final circulation is done and the pretested respondents did 
not participate in the final research outcome.    
3.5.1 Validity 
Validity represents the extent to which the research outcome represents the actual 
phenomenon of under the study (Sekaran, 2010). To enhance validity, the 
questionnaires were designed in relation to the research objectives and showcase the 
relationship between independent variables and the dependent variable. Moreover, the 
questionnaires were presented to the university supervisor to cement its proof of 
validity. The main reason for validating the questionnaires is to assess the structure 
and appropriateness of the questions and make the relevant adjustment before 
conducting a field study.           
3.5.2 Reliability Test 
According to Cresswell (2014), reliability measures the consistency of the research 
instrument after several trials without changing the research outcome. In addition, 
reliability also shows the extent to which similar result were revealed after 
administering questions from one phenomenon to another.   To achieve this, the study 
used test-retest reliability which measures reliability of questionnaires by conducting 
the same test twice. Thus, a Cronbach‟s alpha of 0.7 and above was appropriate for 
measuring reliability of the research instrument. 
3.6 Data Collection Procedure  
This process involved securing required documentation which encompasses an 
introduction letter from Management University of Africa to ease the process of data 
collection. At this stage, respondents were briefed on the significance of the study and 
what they ought to know before data collection process commences. Also, the study 
sought permission from the Save the Children International management team before 
the process begins. 
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3.7 Data Processing and Analyses Techniques 
After data collection, before analysis, data cleaning and verification was done on all 
the questionnaires. Editing, coding and tabulation will be carried out. Qualitative data 
according to Mugenda and Mugenda (2008) does not produce discrete numerical data. 
Qualitative data was obtained from open-ended questions and analyzed using thematic 
analysis. The results were tabulated in frequency tables for ease of interpretation to 
easily visualize the various results from the respondents. Analysis of Quantitative data 
was done using Statistical Packages for Social Sciences (SPSS) software. 
3.8 Ethical Considerations 
3.8.1 Informed Consent 
An informed consent ensures that the respondents understand their rights and 
obligations before participating in any research study. The study ensured that all the 
respondents signing the consent form are well prepared to participate in the study. 
3.8.2 Voluntary Participation 
The respondents were not forced to participate in the study. Instead, the respondents 
were briefed on the research objectives and aim before they made their own informed 
consent. Also, the respondents have an equal right to either choose to take part in the 
study or withdraw at any stage based on their convenience 
3.8.3 Confidentiality 
The respondents were accorded code names in form of numbers rather than use their 
real names. This ensured that their identity is protected from any other participant and 
the organization itself (Mugenda and Mugenda, 2008). Also, an assurance was made 
concealing sensitive data from any other third-party organization.  
3.8.4 Privacy 
To ensure the privacy of the respondents, the questionnaires were distributed to the 
respondent‟s workstation or any other private area they fill secure. This ensures that 
there is no interference or influence from other participants. 
3.8.5 Anonymity 
The study collected and presents the research findings without revealing the identity 
of the participants or any other details that might lead to them.  Based on this, the 
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respondents were advised not to include their names or identification details. Rather, 
they were assigned code names during the research process.  
3.9 Chapter Summary 
This chapter focused on identifying appropriate research design for the study; the 
target population and the right sampling design and technique used; construct and 
explain research instrument employed and explain how the pilot study is instituted. 
Moreover, the chapter elaborates data analysis techniques used and how respondents‟ 
ethical considerations was achieved. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSION 
4.0 Introduction  
This chapter contains data analysis based on research questions, presentation of the 
findings and chapter summary. 
4.1   Presentation of Research Findings  
4.1.1 Response Rate  
Table 4.1 Response rate  
Category  Frequency Percentage 
 Responses   59 77 
Non-responses 18 23 
Total  77 100 
 
Table 4.1 indicates the response rate of the respondents. The study showed that 77% 
responded to the study while 23% did not participate in the study. From the analysis 
the study achieved a threshold of 77% which concur with Mugenda and Mugenda 
(2008) who stated that a response rate of 50% and above is excellent when conducting 
the study. 
Table 4.2 Gender Analysis 
 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Male 26 44.1 44.1 44.1 
Female 33 55.9 55.9 100.0 
Total 59 100.0 100.0  
 
Table 4.2 represents gender analysis of the respondents. Based on the analysis 44.1% 
represented male while 55.9% represented female respondents. The findings are in 
line with the Kenyan constitution inaugurated in 2010 which stated that gender 
balance should not exceed 66% for both genders. This implies that Save the Children 
International adheres to gender balance ratio of one third female representation.       
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Table 4.3 Age Bracket 
 
 Frequency Percent Valid 
Percent 
Cumulative 
Percent 
 18-25 years 10 16.9 16.9 16.9 
26-31 years 17 28.8 28.8 45.8 
32-39 years 22 37.3 37.3 83.1 
40 years and above 10 16.9 16.9 100.0 
Total 59 100.0 100.0  
 
Table 4.3 indicates the age bracket of the respondents. Based on the study analysis, 
18-25 years was represented by 16.9%, 26-31 years was represented by 28.8%, 32-39 
was represented by 37.3% while 40 years and above was represented by 16.9%. 
Majority of the respondent were aged between 32-39 years which indicated that 
organization had energetic staff to perform their duties. 
Table 4.4 Highest Level of Education 
 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Certificate 16 27.1 27.1 27.1 
Diploma 29 49.2 49.2 76.3 
Master degree 14 23.7 23.7 100.0 
Total 59 100.0 100.0  
 
Table 4.4 indicates the highest level of education of the respondents. Certificate was 
represented by 27.1%, diploma was represented 49.2% while master degree was 
represented by 23.7%.  The study indicated that most of the respondent in the 
organization had diploma level education which indicated that the employees had the 
required skills to perform their duties. 
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Table 4.5 Length of Service 
 
 Frequency Percent Valid 
Percent 
Cumulative 
Percent 
 Below 2 years 7 11.9 11.9 11.9 
2-5 years 11 18.6 18.6 30.5 
6-8 years 18 30.5 30.5 61.0 
9 years and above 23 39.0 39.0 100.0 
Total 59 100.0 100.0  
 
The analysis on table 4.5 indicates the number of years which respondents had served 
in the organization. Below 2 years was represented by 11.9%, 2-5 years was 
represented by 18.6%, 6-8 years was represented by 30.5% and 9 years and above was 
represented by 39.0%. The study indicated that majority of the respondent had served 
the organization for more than 9 years which indicated majority were aware of the 
topic of discussion and thus provided relevant information. 
Table 4.6 Respondent Category 
 
 Frequency Percent Valid 
Percent 
Cumulative 
Percent 
 Top management 5 8.5 8.5 8.5 
Middle management 8 13.6 13.6 22.0 
Support staff 46 78.0 78.0 100.0 
Total 59 100.0 100.0  
 
Table 4.6 shows the respondents category. Top management was represented by 
8.5%, middle management was represented by 13.6% while support staff was the 
highest represented by 78.0%. The study indicated that all the level of management 
effectively participated in the study. 
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Table 4.7 Effect of Remuneration on Organization Performance 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Yes 40 67.8 67.8 67.8 
No 19 32.2 32.2 100.0 
Total 59 100.0 100.0  
 
Table 4.7 indicates the effect of remuneration on organization performance in non- 
governmental organizations.  Majority of the respondents represented by 67.8% stated 
that remuneration affect organization performance while 32.2% stated it does not 
affect. The respondent stated that the organization lacked proper remuneration 
package for their employees and thus affected organization performance. 
Table 4.8 Whether Remuneration affect Organization Performance 
 
 Mean Std. Deviation Ranking 
The organization ensures that 
employee‟s salaries are always paid 
on time 
2.5932 1.37864 3 
The organization has a fair 
employee benefits package that is 
equitable to all members 
2.6102 1.41442 2 
Employee allowances are paid well 
by the organizations 
2.2712 1.17195  
Effective pay-for performance plans 
are found to have a positive effect 
on the motivation of employees 
2.7458 1.33382 1 
Pay-for performance is considered 
controversial owing to the large 
remuneration packages that 
management in particular receive as 
compared to junior employees 
2.4407 1.26315 4 
N =59    
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Table 4.8 intended to determine how the respondents rated remuneration on 
organization performance. Effective pay-for performance plans are found to have a 
positive effect on the motivation of employees was ranked the highest with a mean of 
2.7458, the organization has a fair employee benefits package that is equitable to all 
members was ranked the second with a mean of 2.6102, the organization ensures that 
employee‟s salaries are always paid on time was ranked third with a mean of 2.5932 
while Pay-for performance is considered controversial owing to the large 
remuneration packages that management in particular receive as compared to junior 
employees was ranked fourth with a mean of 2.4407.  The respondents were of the 
opinion that the organization lacked proper pay for their employees which affected 
organization performance. This statement concurs with the findings of Stone (2009), 
who stated that regardless of basic pay inefficiencies, it remains a rule that employees 
should be paid at, or above market rates as negotiated by labour unions who are 
concerned with the welfare of employees 
Table 4.9 Recruitment and Selection Strategies 
 Frequency Percent Valid 
Percent 
Cumulative Percent 
 Yes 45 76.3 76.3 76.3 
No 14 23.7 23.7 100.0 
Total 59 100.0 100.0  
 
Table 4.9 indicates whether recruitment and selection strategies affect organization 
performance in non -governmental organizations. 76.3% stated that recruitment and 
selection affect organization performance while 23.7% stated that it does not affect. 
The respondents stated that the organization lacked proper recruitment procedures and 
this affected organization performance. 
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Table 4.10 Whether recruitment and Selection Strategies affect Organization 
performance 
 
 Mean Std. 
Deviation 
Ranking 
In most NGOs, line managers and HR 
managers participate in selection process 
2.6102 1.30009 1 
Valid and standardized tests are used when 
required in selection process 
2.5932 1.46356 2 
Organization has effective strategic human 
resource management policy for 
recruitment 
2.4915 1.46656 4 
Recruitment process is mainly done of 
highly competent candidates. 
2.5932 1.32767 3 
 N=59    
 
Table 4.10 indicates whether the statement affects organization performance on non-
governmental organizations. In most NGOs, line managers and HR managers 
participate in selection process was ranked the highest with a mean of 2.6102, Valid 
and standardized tests are used when required in selection process was ranked second 
with a mean of 2.5932, Recruitment process is mainly done of highly competent 
candidates was ranked third with a mean of 2.5932 while organization has effective 
strategic human resource management policy for recruitment was ranked fourth with a 
mean of 2.4915. The respondents stated that there lacked proper selection process and 
recruitment was not properly carried out. This statement is agreement with Ofori and 
Aryeetey (2011) who asserted that technological skills is paramount when recruiting 
employees, accompanied by interrelation skills such communication both in oral and 
written and discipline.  
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Table 4.11 Training and Development 
 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Yes 38 64.4 64.4 64.4 
No 21 35.6 35.6 100.0 
Total 59 100.0 100.0  
Table 4.1 1 indicates the effect of training and development on organization 
performance in non-governmental organizations. Majority of the respondents 
represented by 64.4% stated training and development affects organization 
performance while 35.6% said it does not affect.  The respondents indicated that 
training in the organization was not conducted frequently and thus affected 
organization performance. 
Table 4.12 Whether Training and Development affect Organization Performance 
 
 Mean Std. 
Deviation 
Ranking 
It is very difficult for an employee to 
perform well 
2.6949 1.36778 2 
Continuous training and development 
increase the overall performance of the 
organization 
2.5593 1.22152 3 
The design of the training and development 
programmes should address employee needs 
2.3898 1.25968 4 
The organization offers career development 
programs to improve employee performance 
2.8644 1.44386 1 
 N =59    
 
Table 4.12 indicated whether training and development affect organization 
performance in non-governmental organizations. The organization offers career 
development programs to improve employee performance was ranked the highest 
with a mean of 2.8644, It is very difficult for an employee to perform well was ranked 
the second with a mean of 2.6949, Continuous training and development increase the 
overall performance of the organization was ranked third with a mean of 2.5593 while 
The design of the training and development programmes should address employee 
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needs was ranked fourth with a mean of 2.3898. The respondents were of the opinion 
that employees lacked the skills to perform their duties and this affected organization 
performance. This statement concurs with Hafiza, Faisal, Ateeq and Asma (2015) 
who stated that the relationship of training and development and organization 
performance is positively based on the fact that it moderate employee intentions of 
quitting the organization in the long run. 
 Table 4.13 Information Technology 
 
 Frequency Percent Valid Percent Cumulative 
Percent 
 Yes 39 66.1 66.1 66.1 
No 20 33.9 33.9 100.0 
Total 59 100.0 100.0  
 
Table 4.13 indicate the effect of information technology on organization performance 
in non-governmental organizations. Majority represented by 66.1% stated information 
technology affects organization performance in non- governmental organizations 
while 33.9% stated it does not affect. Majority of the respondents stated that the 
organization lacked modern technology which hindered organization performance. 
Table 4.14 Whether Information Technology affects Organization Performance 
 
 Mean Std. 
Deviation 
Ranking 
Information technology enhances 
strategic human resource 
management practice 
2.8305 1.45214 1 
Advances in technology shapes the 
way organization implement 
human resource management 
practice 
2.5254 1.22272 2 
Human resource management 
system enhances capability of 
NGOs through competent people 
2.4915 1.26454 3 
 N=59    
Table 4.14 indicates whether information technology affect organization performance 
in non-governmental organization. Information technology enhances strategic human 
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resource management practice was ranked the highest with a mean of 2.8305, 
advances in technology shapes the way organization implement human resource 
management practice was ranked second with a mean of 2.5254 while Human 
resource management system enhances capability of NGOs through competent people 
was ranked third with a mean of 2.4915.  The respondents stated that the information 
technology in was not up to date and thus failed to support organization performance 
in non-governmental organizations. This statement concurs with Anastasia & Pawan 
(2008) findings who stated that there is relationship between systems of HRM policies 
and organizational performance.  
Table 4.15 Correlation Analysis 
 
 Remunerati
on 
Recruitm
ent and 
selection 
strategies 
Training 
and 
developm
ent 
Informati
on 
technolog
y 
Remuneration Pearson 
Correlation 
1 .809
**
 .927
**
 .962
**
 
Sig. (2-
tailed) 
 .000 .000 .000 
N 59 59 59 59 
Recruitment and 
selection strategies 
Pearson 
Correlation 
.809
**
 1 .750
**
 .779
**
 
Sig. (2-
tailed) 
.000  .000 .000 
N 59 59 59 59 
Training and 
development 
Pearson 
Correlation 
.927
**
 .750
**
 1 .963
**
 
Sig. (2-
tailed) 
.000 .000  .000 
N 59 59 59 59 
Information 
technology 
Pearson 
Correlation 
.962
**
 .779
**
 .963
**
 1 
Sig. (2-
tailed) 
.000 .000 .000  
N 59 59 59 59 
**. Correlation is significant at the 0.01 level (2-tailed). 
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Table 4.15 showed whether there exists a relationship between the variables. The 
analysis indicated that there existed a strong relationship between, remuneration, 
recruitment and selection strategies, training and development and information 
technology. A correlation is significant when it is below 0.05 and since the correlation 
in study is at 0.01, the correlation between the independent variables and dependent 
variable was considered to be significant. 
4.2 Limitations of the study 
4.2.1 Co-operation 
The respondents were not willing to answer the questionnaires as required by the 
researcher. This gave the researcher difficult time to gather the information and 
compile the data. The researcher had to leave the questionnaires to the respondents to 
answer at their free time. 
4.2.2 Confidentiality  
The respondents feared that the information provided could not keep confidential and 
thus might be used by other non-governmental organizations. However, the researcher 
produced introduction letter from Management University of Africa as a proof the 
study is for academic purpose only. 
4.3 Chapter summary 
This chapter contains data collected from the respondents based on the research 
questions. The chapter also contains presentation of the findings and limitations of the 
study  
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CHAPTER FIVE 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
5.0 Introduction 
This chapter contains presentation of findings from research study, the conclusion and 
the recommendations of the research study. 
5.1 Summary of Findings 
5.1.1 What is the effect of Remuneration on Organization Performance in Non-
Governmental Organizations? 
The study indicated that remuneration affect organization performance in Non-
Governmental organization.  The respondents stated that the organization lacked 
proper remuneration procedure which was a key policy in human resource 
management. The respondents stated that for the organization to function in adequate 
manner proper remuneration procedure should be followed. This statement was in 
agreement with Awino (2015) who stated pay for performance is one of the 
recognized practices of strategic management and which should be strictly followed.  
5.1.2 How does Recruitment and Selection Strategies affect Organization 
Performance in Non-Governmental Organizations? 
Majority of the respondents stated that recruitment and selection strategies affect 
organization performance in non-governmental organizations. The respondents stated 
the recruitment procedure in the organization was not properly formulated and thus 
affected organization performance in non- governmental organization. This statement 
is in agreement with Gamage (2014) who stated that there is a strong positive 
relationship between recruitment and business practices and business performance in 
organizations. 
5.1.3 What is the effect of Training and Development on Organization 
Performance in Non-Governmental Organizations? 
Training and development was found to affect organization performance in non-
governmental organizations. The respondents stated that training was not conducted 
on regular basis and thus employees lacked the skills to perform their duties and this 
greatly affected organization performance. 
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5.1.4 To what extent does Information Technology affect Organization 
performance in Non-Governmental Organizations? 
Majority of respondents stated the organization had not adopted modern technology 
which would facilitate effective and efficient performance of duties. The respondents 
also were of the opinion that the organization lacked proper communication and thus 
affected organization performance. For organization to be productive good 
communication system should be put in place. This is in agreement with Anastasia & 
Pawan (2008) who carried out the study and stated that there is relationship between 
the HRM systems and organizational performance. 
5.2 Conclusion 
The study concluded that remuneration, recruitment and selection strategies, training 
and development and information technology affect organization performance in non-
governmental organizations. The study analysis indicated remuneration to be a major 
concern in the organization. Majority of the respondents stated that the organization 
lacked proper remuneration procedure and it was not based on performance. The 
respondents indicated that recruitment and selection was not properly followed in the 
organization and there lacked proper policies on recruitment process. Training and 
development was not conduced on regular basis and this affected organization 
performance. The respondents indicated the technology which existed in the 
organization was not up to date and this limited the organization in achieving 
strategies goals. 
5.3 Recommendations 
5.3.1 Remuneration 
The study recommends that the organization should implement proper remuneration 
package. Remuneration in the organization should be based on performance of each 
and every employee. The organization should implement performance based pay 
which should be monitored on regular basis. 
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5.3.2 Recruitment and Selection Strategies 
The organization should implement proper recruitment process strategies. Selection of 
employee should be based on experience and qualification. The recruitment process 
should include what the organization want to achieve and the goals required. 
5.3.3 Training and Development 
The organization should train their employees on regular basis. The organization 
should organize in-house training for their employees which should be conducted 
when need arises. Training workshop should also be conducted and calendar should 
be formulated which indicates the training time table. 
5.3.4 Information Technology 
The organization should adopt the current technology which would improve 
organization performance. The organization should implement human resource 
management which would be helpful in monitoring the work performance of each and 
every employee. 
5.4 Suggestion for Further Study 
The study was limited on effect of strategic human resource management practices on 
organization performance of international non-governmental organizations which was 
carried at save the children international. Further study should be carried on the same 
topic and target wider population. The study should be carried in other industries. 
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APPENDIX I1: RESEARCH QUESTIONNAIRE 
Section One: Personal Information 
1. Gender 
Male   [   ]   Female     [   ] 
2. Age Bracket 
18 - 25  [   ]    26 – 31 [   ]      32 – 39   [   ]   40 years and above   [   ]  
3. Highest Level of Education 
Certificate  [   ] 
Diploma Level [   ] 
Masters Degree [   ] 
4. Length of service at Save the Children International 
Below 2 years  [   ]  2– 5 years  [   ] 
6 – 8 years  [   ]  9 years and above  [   ] 
5. Respondent Category 
Top Level Management  [   ] 
Middle Level Management [   ] 
Support Staff   [   ] 
Section B: Remuneration 
6. Does remuneration affect organization performance of international non-
governmental organizations? 
Yes       [    ]   No      [    ] 
Please explain  
…………………………………………………………………………………………
…………………………………………………………………………………………
………… 
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7. Please indicate whether you agree or disagree with the following statement with the 
following statement concerning remuneration (Please rate on a scale of 1 to 5 where, 
1=Strongly agree, 2=Agree, 3=Undecided, 4=Disagree and 5=Strongly disagree) 
Statement 1 2 3 4 5 
The organization ensures that employee‟s salaries 
are always paid on time 
     
The organization has a fair employee benefits 
package that is equitable to all members 
     
Employee allowances are paid well by the 
organizations 
     
Effective pay-for performance plans are found to 
have a positive effect on the motivation of 
employees 
     
Pay-for performance is considered controversial 
owing to the large remuneration packages that 
management in particular receive as compared to 
junior employees 
     
 
Section C: Recruitment and Selection Strategies 
9. Does recruitment and selection strategies affect organization performance of 
international non-governmental organizations? 
Yes      [    ]      No       [    ] 
Please explain 
…………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………………….. 
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10. Please indicate whether you strongly agree or strongly disagree with the following 
statements concerning how recruitment and selection strategies affect organization 
performance of international non-governmental organizations (SA = strongly agree, 
A= Agree, U= Undecided, D= Undecided and SD= Strongly Disagree) 
Statement 1 2 3 4 5 
In most NGOs, line managers and HR managers 
participate in selection process 
     
Valid and standardized tests are used when required 
in selection process 
     
Organization has effective strategic human resource 
management policy for recruitment 
     
Recruitment process is mainly done of highly 
competent candidates. 
     
Section D: Training and Development 
12. Does training and development affect organization performance of international 
non-governmental organizations? 
Yes  [   ]       No  [   ] 
Please explain 
…………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………………….. 
13. Please indicate whether you strongly agree or strongly disagree with the following 
statements concerning how training and development affect organization performance 
of international non-governmental organizations (SA = strongly agree, A= Agree, U= 
Undecided, D= Undecided and SD= Strongly Disagree) 
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Statement 1 2 3 4 5 
It is very difficult for an employee to perform well 
at the job place without any pre-training 
     
Continuous training and development increase the 
overall performance of the organization 
     
The design of the training and development 
programmes should address employee needs  
     
The organization offers career development 
programs to improve employee performance 
     
Section E: Information Technology 
14. Does information technology affect organization performance of international 
non-governmental organizations? 
Yes  [   ]     No  [   ] 
Please explain 
…………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………………….. 
16. Please indicate whether you agree or disagree with the following statement 
concerning information technology and adoption of strategic human resource 
management? (SA = strongly agree, A= Agree, U= Undecided, D= Undecided and 
SD= Strongly Disagree). 
Statement 1 2 3 4 5 
Information technology enhances strategic human 
resource management practice 
     
Advances in technology shapes the way 
organization implement human resource 
management practice 
     
Human resource management system enhances 
capability of NGOs through competent people 
     
Thanks for your cooperation 
